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1. OPENING COMMENTS ON JPBG CULTURAL DIVERSITY REPORT 2018

We are pleased to provide our report on Cultural Diversity initiatives undertaken by Jim Pattison
Broadcast Group (JPBG) in 2018. As in prior years, this introduction reviews our high level
general strategies on cultural diversity.

As the Commission is aware, our Group is located and operates in western Canada. Our markets
include Vancouver, Edmonton and Calgary, three of the most ethnically and culturally diverse
cities in the world. We take pride in our longstanding support for cultural diversity in each city.
For example, in Vancouver we have provided contract access to our SCMO on CJIR-FM
Vancouver to a South Asian service, Rhim-Jhim radio, for the past 29 years. We continue with
that partnership today, and as we will show, this demonstrates the approach to diversity that we
carry and maintain throughout our station group. We operate in 27 communities in British
Columbia, Alberta, Saskatchewan and Manitoba, and have made the support of cultural diversity
a key component of our business.

JPBG continues to work diligently to achieve our goals and objectives under the Employment
Equity Act. JPBG knows the importance of ensuring that the stations we operate and the teams
we employ are truly successful in many areas, including having a workforce that is diversified
and works together as a team. With our commitment to Total Team Involvement (TTI) and our
focus on Employment Equity, we have been able to create an environment of workforce
inclusion to the betterment of our team and company. We subscribe to the belief that a more
diverse workforce is a more engaged one, while fostering a culture of inclusion and
understanding amongst our employees.

JPBG is proud of our current and past record of ensuring the representation of the four
designated groups in on-air positions is at the forefront of our hiring practices. Hiring policies
and procedures are in place to ensure representation of the four designated groups. We encourage
members of the four designated groups to apply for jobs by ensuring that all of our postings
contain the statement, “As part of the Jim Pattison Broadcast Group’s Employment Equity
Policy we encourage women, Aboriginal peoples, persons with disabilities and members of
visible minorities to identify themselves as this may be to their advantage in helping us correct
under-representation of those groups in our company.”’

In 2018, The Jim Pattison Broadcast Group hired 109 people. Of that number 69, or 63.3%,
were members of one or more designated groups. Please note that due to the fact that some hires
were members of more than one group, the following list adds up to more than the 69 hires.

58 were women (53.2%)

10 were Aboriginal (9.2%)

10 were visible minorities (9.2%)

2 were persons with disabilities (1.8%)

We were pleased to make gains in all designated group hires in 2018; but especially in
Aboriginals and Visible Minorities where we noticed a considerable improvement in comparison
to new hires in 2017. For example, Aboriginal new hires improved from 2.9% in 2017 to 9.2%
in 2018.

In 2018, The Broadcast Group acquired four radio stations, two online news portals and three
outdoor video displays located in Chilliwack B.C., Whitecourt Alberta and Melfort



Saskatchewan from Fabmar Communications. With the acquisition, 36 new employees joined
JPBG, growing our number of employees to over 700. 58.3% of the Fabmar team members were
women and 5.6% identified as persons with disabilities.

Our employment equity status is analyzed after each operating quarter. Quarterly updates
regarding new hires, station equity initiatives, news stories aired regarding equity issues, public
service campaigns and contacts made with equity groups are reported to our JPBG Employment
Equity Committee for review. The JPBG Employment Equity Committee is comprised of
volunteers from within our organization, the majority of whom represent one or more of the four
designated Employment Equity Groups.

JPBG continues to recognize the diversity of Canadian society and commits to reflect that in our
workforce, both “on air” or “behind the scenes”. JPBG endorses the Canadian Association of
Broadcasters’ Best Practices for Diversity in Radio. As a broadcast group with radio and
television stations located in small markets throughout Alberta, British Columbia, Saskatchewan
and Manitoba, and with ten larger market stations in Vancouver, Victoria, Calgary, Edmonton
and Winnipeg, we continue to employ very loyal, long-term employees.

Cultural Diversity and Employment Equity are very front-of-mind at the Jim Pattison Broadcast
Group, and the company is pleased to continue focusing on creating an equity environment for
the staff. Recently, in 2016, our company was recognized for Outstanding Achievement in
Employment Equity in the Workplace from the Minister of Employment, Workplace
Development and Labour at the inaugural Employment Equity Achievement Awards. The Jim
Pattison Broadcast Group was recognized for its above local market availability representation
for Aboriginal peoples and persons with disabilities. As well, the company was acknowledged
for achieving an increase in representation in all four designated groups.

The Commission should be made aware that in small and medium radio markets it is extremely
difficult to hire well-trained personnel that reflect ethno-cultural minorities and Aboriginal
peoples. JPBG works closely with broadcast training institutes such as BCIT, SAIT and NAIT
to offer practicum positions in our stations so that graduating students from these programs
receive exposure to the broadcasting business near the end of their course of study. However, we
continue to have a major challenge. If the training institutes are not receiving applications for
enrollment from the designated groups, how is the industry supposed to fill positions with
someone from these groups? This is a challenge the broadcast industry and training institutes
must work together to overcome. Our group continues to work to meet this challenge through the
provision of scholarships designed to encourage students from designated groups to obtain the
necessary skills and education to enter the broadcasting workplace. Details of our specific
initiatives in this regard are outlined later in this report.

JPBG has also initiated several strategies and mechanisms aimed at attracting and recruiting a
diverse employee base. We continue to expand our outreach initiatives to non-traditional
resources for broadcast employees and have outreached to agencies such as Aboriginal groups
and cultural groups within the markets we serve to increase opportunities to add to the diversity
of our operations.

Practices within our broadcast group target employees responsible for hiring and managing staff
and provide them with training on systemic barriers. The first level of training has been raising
the awareness of our employment equity obligations and our commitment to diversity. This has



been communicated through our quarterly manager meetings, as well as our more regular staff
meetings within the individual stations. Each of our quarterly general managers meetings has as
an agenda item the assessment of the effectiveness of our policies and initiatives in furthering
diversity objectives.

JPBG is committed to providing the very best in radio and television programming, in a very
competitive environment, with a team of broadcasters from all walks of life. We assure the
Commission that we will continue to strive to meet the best practices for diversity in radio now
and in the future.

Turning to the format of this report, we have modelled it to coincide with the document produced
by the Canadian Association of Broadcasters and the Commission. It will focus on describing
how our actions are consistent with the Best Practices for Diversity. This report will show that
we have been consistent with the efforts detailed in our January 2018 report. We have continued
most of initiatives identified last year and have added others in 2018.

2. CORPORATE ACCOUNTABILITY

We understand the importance of leadership involvement in ensuring accountability in
meeting diversity commitments. We monitor and report on diversity initiatives on an
annual basis.

Our senior executive is responsible, at the corporate level, for establishing diversity goals and
measuring progress on those goals. The President of the JPBG, Mr. Rod Schween, was in charge
of development, implementation and evaluation of diversity practices and initiatives within our
corporate group in 2018.

As for staff accountability and involvement in cultural diversity planning and implementation,
we confirm that all employees, both management and staff, are bound by the policies that we
have adopted.

Employment and diversity objectives are part of our business plans and guide our day-to-day
operations. It is simply good business to be reflective of our community. Our General Managers
and senior executives meet quarterly through the year to discuss employment equity and
diversity initiatives that are successful within our various operations. The sharing of ideas and
successful initiatives results in increased opportunity to achieve our diversity objective.

After the company updated the 3-year Employment Equity Plan in 2017 with input from our EE
Committee, the Plan was finalized and distributed in 2018 throughout the company. The
Employment Equity Plan was drafted with the same goals and objectives as in previous 3-year
plans. In 2019 the Employment Equity Committee will be reviewing the status of the plan.

We ensure staff awareness and involvement by posting our Company “Employment Equity
Policy” and our “Non-Discrimination and Duty to Accommodate Policy” in all our station
locations in British Columbia, Alberta, Saskatchewan and Manitoba. Our General Managers
meet quarterly with the President and Vice Presidents of the company to discuss employment



equity and diversity initiatives. In turn, General Managers meet regularly with on-air and other
staff at their stations with employment equity and diversity as mandatory topics of discussion.

All our stations’ General Managers have been charged with understanding and implementing the
Best Practices for Diversity and they are provided with copies of the Commission’s relevant
decisions. We continue to look for opportunities within our communities and elsewhere for
training in diversity areas. We also ensure that our employees who volunteer their time on our
employment equity committee are representative of the designated groups.

We continue to follow systems we have implemented to ensure progress on achieving diversity
goals. The JPBG posts its annual employment equity narrative report in our operations and
discusses employment equity and diversity objectives with all of our employees during annual
Performance Appraisal reviews. The narrative report describes initiatives undertaken in the past
year and provides data on designated group representation in the workforce.

The Performance Appraisal form, which serves as the basis for annual manager/employee
discussions on performance assessments, sets out the company’s commitment to “employment
equity, increasing diversity and to removing barriers to designated groups.” The form also asks
if the employee has any concerns or is aware of barriers to his or her career opportunities that are
related to employment equity. This process ensures that we have a discussion with each
employee at least once each year with the purpose of improving employment equity, improving
diversity and removing any systemic barriers. It also ensures that employees are informed of
initiatives the employer has undertaken in relation to diversity.

In addition, the company has a Performance Improvement Plan, an additional evaluation to be
used when an employee requires performance improvement outside of the annual review. The
form also asks if the employee has any concerns or is aware of barriers to his or her career
opportunities that are related to employment equity.

Our Employment Equity initiatives also require ongoing review of our Workforce Analysis to
ensure that we are meeting our goals of filling gaps which exist in our four designated groups.
This quantitative assessment is a key assessment tool for meeting diversity objectives in
employment.

As will be set out later in this report, we also require all stations to monitor and report on specific
diversity initiatives. Station General Managers are directly accountable to the President of the
JPBG, ensuring that best practices are pursued. The details which follow in this report
demonstrate those efforts in 2018.

3. RECRUITMENT AND HIRING

We are pleased to provide the following report on our recruitment, hiring and retention progress
and initiatives over the course of the past year.

All openings are posted within each division of JPBG as our policy is to try and promote
internally from the four designated groups for on-air positions. If the opening is not filled



internally, then it is posted on industry related sites such as Broadcast Dialogue, Milkman
Unlimited, as well as internet recruitment sites like Job Shop.ca and Craigslist.

The Jim Pattison Broadcast Group worked diligently in 2018 to continue an internal
Employment Equity Job Posting Database. When one of the divisions has a job posting
approved, it is circulated to head office to distribute to key EE organizations in that specific
division’s region and province. JPBG will continue to identify local organizations and keep this
master database updated as our goal is to expose these job opportunities to as many designated
groups as possible. It is still up to the prospective candidate to have the proper skills, education
and desire to apply, but by communicating job opportunities to these organizations it can help
increase interest for young people and members of the designated groups to consider careers in
broadcasting. It will also educate them in the skills and knowledge it will take to be successful
in our industry.

JPBG also works with various First Nations organizations such as Metis Associations, Saamis
Aboriginal Employment, the Miywasin Society Native Employment Centre, as well as
community resource societies like Diversecity and Accessworks to seek applicants for on-air
positions. It is extremely difficult to find people with those backgrounds who have training in
our industry, and we have been working to influence these groups to advise students that these
opportunities exist. JPBG staff members are available to talk to students directly as well.

We also continue to work with broadcast communication institutes such as BCIT, SAIT and
NAIT to provide practicums or internships for broadcast students seeking employment in the
industry. Some of our finest hires have been through this process.

The hiring process for every new hire is reviewed. This review includes the number of
applicants, how many were interviewed, how many were thought to fall within one of the
designated groups and if the successful candidate fell within one of the designated groups. These
new hire reports are also sent to the EE Committee for review.

In addition to these specific examples, JPBG continues to implement our general policy, aimed at
ensuring that diversity policies and goals are implemented throughout the company.

JPBG has an Employment Equity Policy that states its purpose and commitment to employment
equity, names the four designated groups and mentions the need for special measures.

We have many examples in 2018 of diversity in hiring and promotion at JPBG. Some examples
from our different stations are listed below.

BRITISH COLUMBIA

Several women were interviewed for a Sales Rep position in Vancouver Island in 2018. The
station ultimately hired a female visible minority. She has been a tremendous resource to all our
Sales Reps as she is a Digital expert as well. As management considered her a future leader in
the organization, she was invited to participate in the JPBG Strategic Planning session in
November.



Another division in B.C. continues to add and retain staff from the designated Employment
Equity groups. In 2018 of the 11 new hires and promotions, 80% were from one or more of the
designated groups.

A female visible minority was hired in 2018 as the Promotion Director for radio stations in B.C.
She was one of four females interviewed for this position. The same station also promoted a
visible minority volunteer to a regular part-time employee. He is an announcer and has regular
weekly air-shifts.

A major market radio station at the JPBG continues to employ a diverse part-time street team
who are responsible for representing the stations and helping to publicize a wide variety of
cultural and ethnic events throughout their region. In 2018, they hired seven new Street Team
members. During the interview process they interviewed five applicants who identified as visible
minorities and hired three who identify as visible minorities.

Other examples of diversity in their radio station’s recruitment in 2018 included:

e Hiring a part time Promotions Assistant - during the hiring process they interviewed
seven applicants, one of whom identified as a visible minority and one who identified as
a person with disabilities.

e Hiring a full time Events Coordinator - during the hiring process they interviewed seven
applicants, one of whom identified as a visible minority.

A News Department position became available in 2018 at a B.C. radio station. They posted for
the Reporter position and sent the posting to the local Kootenay Aboriginal Agency to be added
to their list of job postings. The radio stations received six resumes, including one from a female.
After listening to the demo and going through all resumes, they hired the successful candidate.

In 2018, due to an internal promotion to another location within JPBG, the news team at a radio
and TV operation replaced the individual with a female reporter who was well qualified for the
job. In addition, they hired another Radio/TV reporter who is both female and of First Nations
descent.

ALBERTA

An individual who previously worked at one of our small-market radio stations in Alberta as an
intern was successfully hired in April of 2018. He first came to work at JPBG as an intern
through the YMCA work placement program. Due to his autism, he can only handle part time
duties, but they have found him to be excellent in his role. He is mentored and works under our
Creative Director.

All three job vacancies at an Alberta radio station in 2018 were filled from employees who were
from one or more of the four designated groups.



4. RETENTION

We recognize that we must target diversity in the workplace in more specialized ways due to a
very tight labour market, an aging workforce and the fact we have not had significant personnel
movement in many of our divisions for a number of years. Our policies, procedures and
commitment to our team members - ensuring we offer great employment opportunities, benefits,
remuneration and a fun workplace environment - have all contributed to our broadcast group
employing numerous long-term employees.

For example, our Kamloops radio and TV stations have noticed that as their employees get older,
the management team needs to consider new methods to retain their employment. The employees
enjoy working at the station and positively contributing to the success of the operations, however
several of them have been valued employees for 40 years or more. Our company’s benefits plan
would normally run out at 70 years of age. Three employees are at that level now, and in 2018
we improved their benefits plan so that they continue to receive medical, dental and extended
health benefits until they retire. Aside from their age, they are also senior in our hierarchy, and
this is a small way we can compensate them for their loyalty and service to our company.

Our key employment policies referenced below ensure that retention is not a large issue for the
JPBG:

e JPBG has an anti-harassment and bullying policy covering inappropriate verbal attacks
that can be considered as harassment or bullying (i.e. sexual, racial, and personal
comments). The policy outlines the company’s commitment to providing a harassment-
free and bullying-free workplace and gives definitions and examples of harassment and
bullying. The policy also describes the complaint procedure and appeal mechanism. It is
a requirement that the Policy to be posted in each business unit.

e JPBG has a Personal Leave Policy that includes illness and accident leaves, parental and
adoption leaves, compassionate care leaves, and special leaves of absence for a period of
up to four months during which the employee continues to participate in company benefit
programs. The Policy also includes language regarding special accommodation for team
members with a disability taking leaves, and encouragement for team members planning
on taking maternity, parental or adoption leaves to communicate with their managers on
their future career path desires.

The Jim Pattison Broadcast Group also has a policy that “General Managers will attempt to
positively react to requests to exchange statutory holiday days to accommodate cultural or
religious requirements.” In 2018 there were no requests to exchange holidays. However, in
response to National Aboriginal Day, a Producer in Alberta who is of First Nations descent was
offered by their station an extra paid vacation day off to mark the occasion.

It is the objective of our Employment Equity Committee and our Employment Equity Plan
(adopted into policy in 2008, and most recently updated in 2018) to contribute to meeting this
diversity best practices objective. The Employment Equity Plan and the Non-Discrimination and
Duty to Accommodate Policy are in all our operations, and managers have been trained to
communicate the importance of these initiatives within our company.
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Our Employment Equity Plan and our Non-Discrimination and Duty to Accommodate Policy are
specifically designed to identify and remove barriers to hiring and retention. Our commitment to
employment equity and diversity helps us recruit new employees and retain existing employees.

JPBG values employees who know their work, are loyal to the company and take pride in what
they do. The investment we make in these employees to accommodate their needs provides a
huge payoff for both the company and the employee. The company is able to retain someone
who has the experience and expertise to contribute valuable knowledge to the operation, and the
employee has the job satisfaction gained from that valuable contribution. The Jim Pattison
Broadcast Group takes pride in its record of achievement in this regard. There is little we can do
to force people of diverse cultural backgrounds or from the four designated groups to join the
company, but what we can do, and are doing, is provide information to potential applicants about
what the company can offer. And when we do attract someone we strive to provide the nurturing
necessary to allow them to grow within our operation.

In retaining our employees, there have been instances in 2018 where we have provided extra
accommodation to our team members. For example, at a radio station in Saskatchewan, our
management team made arrangements for a female radio personality to be able to work from
home. They set up a home studio for her to be able to voice track from while she raises her two
kids. They also allowed her to bring her kids into the station when she has to track or voice spots.

One of our northern Alberta radio stations has an example from their Sales Department. A
female aboriginal sales rep struggled with personal mental health issues after losing her younger
brother to suicide and resigned in early 2018. Recognizing her plea for help, our General Sales
Manager urged her not to quit, but to use the resources available through our JPBG benefits plan
to help her manage her situation. We also promised to work with her through this difficult time.
She was grateful for our company’s commitment to her and returned to her position a month
later. Since that time she has excelled and grown into one of our key marketing reps.

In Saskatchewan one of our employees has been struggling with alcoholism. Over the past
couple of years, he lost both parents, part of the support system that helped him with the battle to
stay on the straight and narrow. This person is a valued employee and an asset to the team. He
needed assistance and really did not know what to do. Our radio station informed him of the
steps he could take to help himself and worked on a game plan. For example, they supplied
information on seeking professional support from health care, as well as a schedule of AA
meetings he could attend in his area. He reports back on a regular basis and keeps management
informed of his struggles and progress. Since initiating this process, they are pleased to report
that the progress has been significant, and he is continuing his sobriety.

5. PROGRAMMING AND NEWS & INFORMATION

The world is changing, and diversity in television programming is becoming more and more
apparent. That diversity is not only reflected in the faces and voices we broadcast from our own
studios, but also through the network and purchased programming that appears on our stations
(CRIC-TV, CKPG-TV & CHAT-TV) through Rogers.
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Looking at the programs we broadcast in 2018, it’s now not unusual to see a visible minority
game-show host (Jamie Foxx of “Beat Shazam”, also an executive producer on the show), a
same-sex couple with a child (played by Eric Stonestreet and Jesse Tyler Ferguson of “Modern
Family”) and un-stereotyped depictions of diverse characters in many other shows, such as the
upper-middle-class African-American family in “Black-ish” or the Indian and openly gay
Director of Social Media on “Murphy Brown”, played by Nik Dodani.

The Jim Pattison Broadcast Group feels it is part of our duty to ensure that Canadians from all
backgrounds are able to recognize themselves in mainstream TV programming. We will
continue to search out and promote programming that furthers these objectives.

As well, descriptive video on some programming allows viewers with visual impairment to
better access the shows they want to watch on our television stations.

The JPBG and its individual stations ensure they reflect and portray diversity in news coverage
and information programming. The mechanisms discussed in the “Retentions” section and the
preparation of this annual report assist in assessing progress on diversity goals.

In terms of ensuring diversity in news coverage, all our newsrooms are members of the RTDNA
and adhere to the RTDNA policy statement, “everyone’s story reflecting Canada’s diversity”.
We also have a company News Reporting Policy and Standards Guide which is distributed to all
our newsrooms for staff to follow. News Directors are responsible for ensuring all their station’s
reporters have a copy and adhere to it. In this policy, special attention is given to clauses on
human rights, sex-role stereotyping and religious programming. As well, the policy includes the
Code of Ethics from the RTDNA. That said, many of our operations are in smaller markets and
operate music-based formats and do not provide editorial perspective on stories. For example, in
Vancouver, where we operate The Peak FM (a primarily music intensive station) we actively
pursue stories with local reflection which reflect the ethnic communities of Vancouver, including
the hiring of on-air hosts from the South Asian and Chinese communities.

As mentioned in our opening comments, we are extremely proud of the long-standing 29-year
relationship our Vancouver FM station CJJR-FM has provided by contract SCMO availability to
RHIM JIM radio, a South Asian service. This relationship has strengthened our contact with the
South Asian community in Greater Vancouver. That partnership provided experience and
support to our SCMO partner Shushma Datt, the sole proprietor of IT Productions LTD., to
pursue and obtain her own stand-alone licence on AM in Vancouver, RJ1200. This foresight and
commitment to the ethnic broadcast community is something we are very proud of. This
commitment to diversity in radio by a conventional broadcaster is something that was not
common 29 years ago.

We strive to promote diversity among the experts and commentators used for news stories, and
ensure that they do not only comment on issues specific to their cultural backgrounds. As
indicated, the JPBG did not have news intensive radio formats until fairly recently when two AM
radio stations from Saskatchewan were acquired. Because of this, it is very rare for the majority
of our stations to consult with an expert on-air. Further, as many of our stations are in smaller
markets, it can be difficult to access experts on the different news topics we address. Where we
do rely on experts, we recognize our commitment to best practices and pursue individuals from a
broad range of diverse backgrounds and ensure their comments are not simply limited to topics
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pertaining to their own ethnicity. This is demonstrated in a number of the story examples listed
later in this report.

While our Group has a variety of music formats in a variety of market sizes, all our General
Managers work to ensure that their stations are reflective of their individual communities. They
also undertake significant outreach efforts to build relationships with the diverse cultural
communities in which they operate. Examples of internal policies which set the basis for this
approach to programming, as well as other initiatives which contribute to this environment, are
set out later in this document in our “Outreach” initiatives.

As the Commission is aware, the JPBG is a growing Western Canadian broadcast group which
has, in recent years, moved from being an operator in a number of smaller markets to a broader
based regional player. In transitioning these stand-alone, independent operators into JPBG, we
have been working towards creating a common corporate culture which strives to meet the policy
objectives of employment and diversity at all our radio and television stations. We continued to
make progress in this regard in 2018.

We have referenced below some specific examples from our stations’ news coverage in 2018.

BRITISH COLUMBIA

VICTORIA, BRITISH COLUMBIA (CKKQ-FM AND CJZN-FM)

Indigenous Games - Victoria is going to put in a major bid to host the 2020 North American
Indigenous games. Victoria is up against Winnipeg, Ottawa and Halifax in the race to submit
bids by the March 15 deadline.

International Women’s Day - An all-inclusive event to support International Women’s Day is
scheduled at Victoria’s Centennial Square. There will be speeches from local politicians, writers
and strong-willed woman about the #MeToo movement in the world.

Exchange Students Assault Case - An eight-year prison sentence has been handed out to man
convicted of B&E, sexual assault, and robbing two U-Vic foreign exchange students. Forty-five
year-old David Hope forced himself into a Saanich Apartment in 2016, terrorizing and then
robbing the students at a nearby bank.

Paralympics - Victoria’s Braydon Luscombe is competing in downhill skiing at 2018 Winter
Paralympics games in PyeongChang. Luscombe, a Quadra Village resident, flew to
PyeongChang on February 27th to prepare for his second Paralympics.

NANAIMO, BRITISH COLUMBIA (CKWV-FM AND CHWF-FM)

A BC First Nation says it’s calling the province to follow Washington State’s lead in banning
fish farms. The Kwikwasutinuxw Haxwa’mis First Nation says the ban will protect native
salmon populations in the Salish Sea. The First Nation says it never gave consent for 16 fish
farm tenures to be issued in its traditional territory. It also wants to see migrating salmon smolts
mapped, to guide industry licensing.
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Snuneymuxw First Nation members celebrated what makes them unique on National Indigenous
Peoples Day. Dozens of SFN members and residents celebrated at the band office Thursday,
singing, dancing and playing traditional Indigenous games. Chief Michael Wyse said the day
represented everything he enjoys about their culture. “We share our history through word of
mouth, we don't write things down,” he said while watching a drum circle. “We cherish that, we
pass it down to our children for them to carry on to their children. That's very important to us.”
The Nanaimo Aboriginal Centre also hosted a celebration in Maffeo Sutton Park with live shows
and activities designed to share Indigenous culture.

Vancouver Island University's dean of international students called the pending departure of
nearly 100 Saudi Arabian students a significant loss for the school and community. Graham Pike
said it is their understanding all 93 Saudi Arabian students slated to study at VIU for the fall
semester will be forced to leave Canada shortly. It's believed more than 15,000 scholarships for
Saudi Arabian students studying at colleges and universities across Canada will be canceled,
following a spat over human rights between Canada and the Middle Eastern kingdom. Pike said
many of their Saudi Arabian pupils studied at VIU for several years and were highly regarded.
Pike said the sudden loss of an entire student population from one country will create a void felt
not only at the school, but across the community both socially and culturally.

CRANBROOK, BRITISH COLUMBIA (CHDR-FM AND CHBZ-FM)

Throughout the year the Cranbrook newsroom was able to put together a number of stories to
reflect and represent the many diverse groups and cultural diversity in the East Kootenay.

They regularly work with local indigenous groups, LGBTQ representatives and groups or
individuals who face challenges in their day-to-day lives due to pre-existing or debilitating
conditions.

Indigenous Stories - Our newsroom regularly covers our region’s local indigenous groups,
whether it deals with events, significant negotiations with various levels of government and
more. The Ktunaxa Nation is one of the more recognized groups in our region and were regularly
featured in our newscasts throughout 2018. Some of the more significant stories dealt with their
ongoing legal journey with BC Supreme Court to halt a developer from building a winter resort
at Jumbo Glacier, which is a sensitive ecosystem in traditional Ktunaxa Nation territory. Another
big story recently took place as Ktunaxa Nation chair Kathryn Teneese discussed her
involvement in signing a Ktunaxa Nation Rights Recognition and Core Treaty Memorandum of
Understanding with the provincial and federal governments in December. We were also able to
get local reaction from them for national stories - such as their thoughts on the election for Chief
of the Assembly of First Nations. Other indigenous stories included a Chief election for the St.
Mary’s Indian Band, and the Aquam First Nation receiving funds to build a new gym.

LGBTQ Stories - We covered a few LGBTQ events and initiatives by local pride groups. The
Southeast Kootenay School District installed two rainbow crosswalks — at their Cranbrook office
and at Fernie Secondary School - to show support for LGBTQ students. We were able to get
reaction from the school district as well as Cranbrook Pride. We also covered a pair of Pride
festivals. Cranbrook held a Pride in the Park event in July while the Elk Valley Pride festival was
celebrated for six days at the beginning of October. Our biggest LGBTQ story revolved around a
safe space program launched by Cranbrook RCMP. The program sees local businesses post a
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sticker in their window to indicate they are a safe place for LGBTQ community members to take
refuge and await police assistance if they’re feeling threatened. We were able to get reaction
from Cranbrook Pride representatives on this story as well.

Seniors, women and disabilities in sports - Our coverage of diversity in sports was wide-
ranging in 2018. Our women’s volleyball, fastpitch and winter sport athletes received regular
coverage throughout the year while their seasons were underway. We also had a focus on young
female athletes, including India Sherret who competed in the 2018 winter games in skiing events.
We also had a young rower from Cranbrook make the national U-21 team and a young woman
who hopes to compete in the 2022 Olympics with the bobsled team. Our biggest event which
featured diverse athletes was the Kimberley/Cranbrook 55+ BC Games. The five-day event
featured athletes from ages 55 to those in their 90°s. The event received wall-to-wall coverage.
We also covered a local athlete who competed in the Canadian Transplant Games, bringing
home a gold medal in bowling and a bronze in shotput.

PRINCE GEORGE, BRITISH COLUMBIA (CKKN-FM, CKDV-FM AND CKPG-TV)

CKPG TV News produces hundreds of original stories a year. Many are relevant to diversity.
Here is a sample of a few:

e At least five hundred people came from far and wide to represent every aspect of the
judicial system for the launch of an Indigenous Court at the Prince George Civic and
Conference Centre. A First Nations Court is a sentencing court and provides an
indigenous perspective with a more holistic and restorative approach to sentencing.

e The provincial government announced last month $50 million will be invested to
revitalize indigenous languages.

e Khaled Ktaish is learning to drive for the first time. It's not something he learned in his
home country of Syria, but it's a necessity in a city spread out like Prince George.

e The College of New Caledonia formed a partnership with the Aboriginal Housing Society
to help provide more appropriate accommodations.

e Vaisakhi celebrates the birth of the Sikh religion, and this year the annual celebration
welcomed an array of cultures, including the Lheidli T'enneh, who took part in the
celebrations for the very first time.

e A young man with cerebral palsy hits the gym to prepare for another season on the BC
Wheelchair Rugby team.

e Members of the Yekooche and the Nadleh Whut'en First Nations came together to celebrate
the 90" birthday of an elder, while evacuated from their homes during this summer's wildfire
season.
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ALBERTA

GRANDE PRAIRIE, ALBERTA (CIXX-FM AND CIKT-FM)

News stories on the Spirit Seekers Youth Conference and Walking with our Sisters event at
Phillip J. Currie Dinosaur Museum are 2 examples of culturally diverse news stories the stations
had in 2018.

They also did a heartwarming story on Savannah Lussier of Grande Prairie. Savannah
represented their local Grande Prairie chapter of Special Olympics, and her Special Olympic
donut design was chosen by Tim Hortons for a national advertising campaign. The news team
brought Savannah into the studios for news interviews and tour of the facility.

LETHBRIDGE, ALBERTA (CHLB-FM AND CJBZ-FM)
In 2018, here are a few of the stories our newsroom in Lethbridge reported on,

A group of Lethbridge College and U of L students is hoping members of the public can help
them, ahead of a trip to the African nation of Malawi. They'll be spending four weeks there in
late spring to help with testing clinics and to raise awareness of malaria, H-I-V, and
hypertension. Fundraising will help provide mosquito nets. The group has partnered with Value
Village on a clothing drive to raise money for the nets. Donation drop boxes are at city pools and
both campuses.

In spite of the cold west wind, almost 200 men, women and children - of all backgrounds and
ages - showed up outside the Multicultural Centre on 6th Avenue south as they participated in
the second “March On” rally, which was born out of a movement sparked after last year's
inauguration of President Donald Trump. The movement arose from Trump's utterings and
attitudes about women and his boast of a sexual assault, but it became a rallying cry for all types
of discrimination. One senior who was marching said she was doing it for the young people,
hoping that their futures would not include the discrimination faced by women and minorities in
the past.

Lethbridge Family Services is getting $18,000 from Bell Canada's "Let's Talk Community
Fund,” for two therapeutic groups aimed mainly at young women who have experienced
emotional or sexual abuse or mental health issues. Lisa Lewis, Director of Counselling, Outreach
and Education says one of the programs called "Take Back Your World" begins next week.
Another therapy will include "Trauma Sensitive Yoga." There will be three intake sessions this
year with up to eight participants in each program. Lewis says they're hoping to get more funding
for them both next year as well.

For the first time, Lethbridge College is celebrating Black History Month. Justice Studies
Instructor Ibrahim Turay, who is originally from Sierra Leone, has taken the lead and hopes to
educate people of all colors and ethnic backgrounds. "Diversity makes us stronger and beautiful
as a community. Celebrating this event helps students from this community feel welcome and is
a way to teach everyone about the history of black people.”

Police Chief Rob Davis, Lethbridge's first aboriginal Chief, will remain with the force for
another three years. His contract has been renewed by the city's Police Commission. Davis was
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sworn in as Chief in January 2015 and his initial contract was for four years with an option for a
two-year extension. Davis began his career in 1990, and prior to coming to Lethbridge he had
worked throughout Ontario.

The University of Lethbridge has recognized Rick Hansen with an honorary Doctor of Laws
degree. Hansen says the recognition shows how attitudes have changed towards people with
disabilities since his Man in Motion tour in the late 80’s. He also said it will inspire him to
continue pushing for a barrier free world

The provincial government is committing more than $4-million to fund mainly indigenous
programs aimed at reducing the number of indigenous children in care. They include improving
the child intervention system for indigenous families, ensuring that first nations children get
services when they need them, creating a Youth Advisory Committee, and suicide prevention
services. The money, announced Thursday, will go towards implementing 16 immediate actions,
while a request will be made in provincial future budgets for additional funding to implement a
further 23 recommendations by 2022.

The University of Lethbridge is now a more inclusive institution for students with developmental
disabilities. Minister of Community and Social Services announced the province is providing
more than $575,000 to help Inclusion Alberta support six students at the U of L as well as
Portage College. Sabir says the funding will offer additional education opportunities for many
students, because everyone deserves a chance to be successful and live a meaningful life. Sabir
says education makes a difference in the lives of an individual, and that a lot of people are
excited about this opportunity.

A Lethbridge dad is thanking a local business for helping his autistic son. Brandon Rudics son
Jude was diagnosed with autism at the age of 18 months. Rudics says not long ago they realized
that going through the Mint Carwash every day helped soothe his son. Mint has offered to help
the Chinook Autism Society, gave Jude a personal tour of the facility, and is working with
Rudics to organize another tour for other autistic kids and adults.

Twenty-five new homes are being built on the Blood Reserve, as part of a $6.5 million initiative
to replace aging, dilapidated or damaged homes, and to create more inventory. According to
Housing Director Rachel Tailfeathers, 45 new, full-time jobs have been created so far and
applications for new homes are being accepted. The initiative is a joint project with Blood Tribe
Housing, Canada Mortgage and Housing Corporation and the Federal and Provincial
Governments.

The Blood Tribe has joined a survey to estimate the homeless population in rural Alberta. The
count is being conducted throughout October, with community service providers gathering data
from those who access their services. The information gathered will then be delivered to all
levels of government, showing where the areas of greatest need are and any gaps in rural
Se